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The ongoing bad economical situation is affecting companies’ operations globally. Companies 
are frequently forced to streamline their operations which can lead to the closing down of 
premises and constant competitive tendering of services in order to ensure the best quality 
and price. Together with possible reorganization activities, companies’ streamlining activities 
also affect large service provider companies, such as ISS. They are entitled to re-deploy and 
re-employ their employees when the customer’s needs change in order to fulfill their obliga-
tions as defined in the Finnish employment law, as described in the Act on Co-operation with-
in Undertakings. 
 
This thesis will examine the case company, ISS, with respect to two different re-deployment 
and re-employment models which have been in use in Finland between the years 2009 and 
2013; these are the old and the new improved model. The objective of this thesis is to de-
termine which model is more functional and which factors have affected the result. Another 
objective is to investigate how employees, whose employment contract have been terminated 
on financial and production-related grounds, in both comparison groups, have experienced 
the re-deployment and re-employment process used at that time and what kind of image they 
have of ISS now. 
 
The theoretical chapter of the thesis defines the Finnish law behind the re-deployment and 
re-employment circumstances. It also discusses the concept of corporate image, which in this 
thesis is based on the employees’ perspective, and describes how important employee en-
gagement is when motivating and preserving a company’s current workforce. 
 
The results of the study are drawn from an online theme questionnaire which was sent to ISS 
employees whose employment contract had been terminated on financial and production-
related grounds, but who had since been re-deployed or re-employed to a new position. 
Through the responses to the theme questionnaire from both comparison groups it was identi-
fied that the new re-deployment and re-employment model can be considered to be more 
functional. The main improvement in the new model is that the interaction between the can-
didate and the employer has increased. ISS recruitment was considered to be easily ap-
proachable and it was felt that the company works effectively in order to find a new position 
for terminated employees. 
 
 
 
 
 
 
 
 
 
Corporate image, re-deployment, re-employment, employee engagement, change manage-
ment
 Laurea-ammattikorkeakoulu  Tiivistelmä 
Laurea Leppävaara 
Bachelor’s Degree Programme in Facility Management 
 
 
 
 
Sandqvist, Taija 
 
The impact of the re-deployment and re-employment process on corporate image: a case 
study of ISS Palvelut Oy in 2013 
Vuosi  2015    Sivumäärä 42                       
 
Maailmalla vallitseva huono taloudellinen tilanne vaikuttaa yritysten toimintaan. Yritykset 
joutuvat tehostamaan toimintaansa, joka voi ajoittain johtaa muun muassa toimitilojen 
sulkemiseen ja palveluiden jatkuvaan kilpailuttamiseen parhaan hinnan ja laadun 
varmistamiseksi. Mahdolliset yritysten uudelleenjärjestelyt ja toiminnan tehostaminen 
vaikuttavat myös isojen palveluntarjoajien kuten ISS:n toimintaan. Asiakkaan tarpeiden 
muuttuessa on ISS velvollinen tarjoamaan irtisanotuille työntekijöilleen työtä täyttääkseen 
Suomen laissa määritellyn uudelleensijoittamis- ja takaisinottovelvollisuutensa. 
 
Tämä opinnäytetyö keskittyy tarkastelemaan esimerkkiyrityksenä käytetyn ISS:n kahta 
erilaista uudelleensijoittelu- ja takaisinottomallia, jotka ovat olleet käytössä Suomessa 
vuosina 2009 – 2013; vanha ja uusi tehostettu malli. Tämän opinnäytetyön tarkoitus on tutkia 
kumpi malleista on toimivampi ja mitkä tekijät ovat vaikuttaneet tähän tulokseen. Työn 
toinen tavoite on tutkia, kuinka tuotannollis-taloudellisista syistä irtisanotut henkilöt 
molemmissa vertailuryhmissä ovat kokeneet silloin käytössä olleen uudelleensijoittelu- ja 
takaisinottoprosessin ja millainen mielikuva näillä henkilöillä on ISS:stä nyt. 
 
Opinnäytetyön teoriaosuus koostuu uudelleensijoittelu- ja takaisinottovelvollisuuden 
määrittelystä Suomen lain silmin, sekä määrittelee yritysmielikuvan merkityksen, joka tässä 
opinnäytetyössä pohjautuu henkilöstön näkökulmaan. Opinnäytetyö määrittelee myös 
yritysten nykyisen henkilöstön sitouttamisen tärkeyden. 
 
Tutkimuksen tulokset pohjautuvat online teema kyselyyn, joka lähetettiin osalle ISS:n 
henkilöstöä, joka oli irtisanottu tuotannollis-taloudellisista syistä, mutta myöhemmin 
uudelleentyöllistynyt ISS:lle. Molempien vertailuryhmien vastausten pohjalta voidaan todeta, 
että uusi tehostettu uudelleensijoittelu- ja takaisinottoprosessi on toimivampi. Suurimpana 
vaikuttajana tulokseen nousi esiin työnhakijan ja työnantajan välinen parantunut 
vuorovaikutus. ISS:n rekrytointi koetaan helposti lähestyttäväksi ja ISS:llä tehdään aktiivisesti 
töitä, jotta irtisanotuille työntekijöille löytyisi uusi mieluisa työkohde. 
 
 
 
 
 
 
 
 
 
Yritysmielikuva, uudelleensijoittelu, takaisinottovelvollisuus, henkilöstön sitouttaminen, 
muutosjohtaminen 
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 1 Introduction
 
ISS is one of the world's biggest companies and Europe's third biggest private employer provid-
ing facility services for private organizations as well as for public sector. ISS provides service 
solutions for facility owners and users by ensuring that the facilities are safe, cozy and func-
tional which enables the customer to focus on its own core service. ISS's services include facil-
ity management-, catering-, cleaning-, security-, property- and support services such as peo-
ple management. ISS operates in Finland as ISS Palvelut Oy. (ISS Palveluiden esittely 2015) 
 
Ongoing bad economical situation forces the companies to streamline their operations which 
leads to closing down of premises and constant competitive tendering of services in order to 
ensure the best possible price and quality. Because of this also ISS occasionally needs to re-
deploy and re-employ its employees in order to fulfill its obligation stated in Finnish employ-
ment law. Bad economical situation however is not the only reason for frequent co-operation 
process in a large service company like ISS as it is not unusual that occasionally service con-
tracts with customers come to an end. Also customers’ reorganization activities and standard-
ization of services and service providers occasionally lead to termination of the service con-
tracts. 
 
The Finnish employment law does not state directly how the re-deployment and re-
employment process should be implemented and therefore in big companies such as ISS it is 
sometimes difficult to obtain the obligation which unfortunately results in law cases of ne-
glecting the obligation. Lost law cases forced ISS Palvelut to inspect its co-operation process 
more carefully. At the end of year 2012 ISS Palvelut decided to change its way of offering 
open positions for those whose employment contract had been terminated on financial and 
production-related grounds. At the end of year 2012 ISS lost the service contract with one of 
its biggest customers in competitive tendering and all the ISS employees, who had been work-
ing at the customer’s premises, were needed to terminate and find a new position. This was a 
perfect opportunity to pilot the new re-deployment and re-employment process.  
 
The purpose of this study is to compare two re-deployment and re-employment models that 
ISS Palvelut has been using in Finland between the years 2009 and 2013 – the old and the new 
model, and find out how the employees in both cases have felt the whole re-deployment or 
re-employment experience. The aim is to determine which one of the models is more func-
tional and which factors have affected this result. It will also be investigated how the termi-
nated employees in these both example cases were being thought of and what kind of image 
they have of ISS now. Through these two cases the focus is to explain the importance of func-
tional process for finding new position for terminated employees and how that process effects 
on the image of a company and employer. 
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To investigate the differences of these two re-deployment and re-employment models an 
online survey was conducted which was sent to a group of employees who had experienced 
the old model and re-deployed or re-employed since and to another comparison group who 
had been found a new position through the new model. 
 
2 Defining co-operation procedure 
 
The employer is obligated to comply with the Act on Co-operation within Undertakings when 
considering measures which may lead to notice of termination, layoff or reducing a contract 
of employment to a part-time contract of one or several employees on financial or produc-
tion-related grounds. 
 
The purpose of Act on Co-operation within Undertakings is in common understanding between 
company and its personnel to improve company’s function and profitability and also give the 
employees a possibility to contribute to decisions which will effect on their job and position 
in the company. Co-operation procedure is needed when changes, such as winding up the 
company or its’ parts, changing the location, expanding or reducing the business, changing 
the company’s products or services effects on the employees’ position, duties or working 
hours in the company. (Finlex 2007) 
 
By company it is meant an organization, foundation or a natural person who engages in finan-
cial activity regardless of if it is making profit or not. The co-operation procedure in compa-
nies is regulated in Finnish law by Act on Co-operation within Undertakings which binds the 
employer to negotiate with the employees or with their authorized representative before 
making decisions concerning the employees’ position in the company. The law applies to all 
companies which employ regularly 20 or more employees. (Finlex 2007) 
 
New plans, objectives and principals cannot be taken into action before the planned changes 
have been discussed in detail and in co-operation spirit with the persons or their representa-
tives of whom the changes apply to. (Finlex 2007) 
 
The Act on Co-operation within Undertakings obligates the company to start the negotiations 
also in some other circumstances, which are not related to the need of reducing workforce. 
This thesis focuses only on the reduction purposes. 
 
2.1 Progress of negotiations 
 
When there is a recognized need and grounds for starting the negotiations meant in the Act 
on Co-operation within Undertakings the employer needs to inform the employees or their 
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representatives in good time but latest five days before the start of the negotiations in order 
for the employee representatives to get ready for the negotiations. The employer is also obli-
gated to name the start date and the place for the negotiations. If the negotiations consider 
reduction of workforce the employer needs to send a negotiation proposal in written to the 
TE services. (Finlex 2007) TE services is Finnish employment office which takes care of Finnish 
public employment and business services.  
 
In negotiations of reducing work force is usually present representative of the employer and 
employee representatives. The negotiations can also be between the employer and employee 
if the negotiations apply only to one or a few individual employees. The negotiations must 
last for minimum of 14 days when the possible terminations of contracts, layoffs or changing 
one’s position to part time will concern less than 10 employees or the employer plans to lay-
off over ten employees for a period of a maximum of 90 days. If the negotiations apply to 10 
or more employees the minimum time for negotiations is 6 weeks during which as many nego-
tiations as needed can be held. (YTN No date) 
 
The purpose of the negotiations is to discuss about the possible impacts in a good spirit as the 
employees need to have a real possibility to impact on the decision and bring forth possible 
alternative actions for terminating contracts such as re-organizing tasks, laying off and chang-
ing one’s position to part time. In the negotiations it is necessary to go through the grounds 
for taking the actions and what will be the repercussions to the personnel. (YTN No date) In 
below table (table 1) is listed possible topics that can be discussed over the negotiations.  
 
 
Table 1: Negotiation Topics (YTN No date) 
 
When the negotiations have covered the grounds and all possible impacts of the reduction the 
next step is to discuss the options for minimizing the repercussions to the employees. Accord-
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ing to the Act on Co-operation within Undertakings the employer is obligated to discuss with 
the employees about the situation but the conclusion does not need to be unanimous as after 
the negotiation period is over the employer is entitled to do the final decision of the reduc-
tions. However, final decisions of reductions cannot be made or announced before the nego-
tiations have ended. (YTN No date) After the negotiations the employer informs the employee 
representatives, or all the employees to whom the changes apply, of the decision and the 
schedule of the upcoming changes (Finlex 2007). 
 
If the work has decreased critically on the financial and production-related grounds the em-
ployer is able to terminate employee’s contract of employment. If the employee is possible to 
position or train into other similar tasks within reasonable and feasible training time the con-
tract of employment cannot be terminated. (Finlex 2015) 
 
2.2 Re-deployment obligation 
 
After the negotiations the decision of possible actions is made. According to the Finnish law, 
the employer is obliged to prioritize certain employees when filling a position in Finland. The 
prioritized employees who need to be consider for re-deploying are the employees under the 
threat of being made redundant and employees who have been made redundant and are on 
their notice period. When re-deploying the employee must primarily be offered job that 
matches one’s employment contract but if there is no such work available the employee must 
be offered other work that matches employee’s skills and previous experience. The employ-
ee’s contract cannot be terminated if the employee can be re-deployed and trained to other 
tasks or open position within a reasonable and feasible training time. In Finnish law there is 
not a specific mention of how long training time is considered to be reasonable and feasible 
but the employee needs to be re-deployed if the employee can manage in the position with 
one’s competences and experience when given training that can be considered reasonable 
from both parties' point of view – the employer’s and the employee’s. (Finlex 2015) The obli-
gation applies nationally to company’s all offices also in other locations and therefore these 
candidates need to be considered for all open positions the employer has. (HL No date) 
 
As the employee must primarily be offered the job that matches one’s contract of employ-
ment the employee cannot be moved to a lower level position if there would be available also 
a position which matches the tasks the employee has been previously doing. If there is not 
any similar work matching to one’s contract of employment the employer can offer an em-
ployee some other work as an option for terminating the contract. The employee is entitled 
to decline this kind of other work that does not match one’s contract. (HL No date) 
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If the employer does not have any position or tasks in which the employee being under the 
threat of made redundant would manage, the employer terminates the employee’s contract 
and the notice period starts. During the notice period the employer is still obligated to em-
ploy the employee if there will emerge open positions or tasks which match to the employ-
ee’s skills and experience. (HL No date) 
 
2.3 Re-employment obligation 
 
When an employee’s contract is being terminated the employee needs to register in the em-
ployment office (TE Services) in order to be included in the re-employment obligation. Com-
pany’s re-employment obligation starts when the employee’s contract is terminated on the 
financial and production-related grounds, employee hasn’t been found a new position during 
one’s notice period and will therefore leave the company after the notice period ends. The 
re-employment obligation is valid for nine months starting from the end of employee’s notice 
period. During this nine month’s period the employer is obligated to re-employ the terminat-
ed employee if there will emerge the same or similar work that the employee had been doing 
before being terminated. (Finlex 2015) Re-employment candidate cannot be employed if 
there are suitable re-deployment candidates (candidates who are under the negotiations and 
in threat of being made redundant, laid off or changing the job to part time and candidates 
whose contract have been terminated but are still on their notice period). Re-employment 
candidate does not need to be hired either if there is a suitable internal candidate. However, 
re-employment candidate needs to be hired before an external candidate if the position is a 
match to the re-employment candidate’s previous work. 
 
If a matching position to re-employment candidate’s experience will be opened the employer 
must offer the position to the candidate if the candidate is registered to TE Services and 
therefore is entitled to the re-employment obligation. The candidate does not necessarily 
need to be unemployed as the employee only needs to be registered to search for a new posi-
tion through employment office. However, if the candidate has already found a new position 
in another company the employer does not need to wait for the candidate to be released 
from the new position as the recruitment process needs to move forward. If there are several 
re-employment candidates the employer can freely pick without discrimination to which can-
didate the position will be offered. The candidate who declines the offered position without 
acceptable reason does not need to be offered similar positions anymore. (YTK-Yhdistys ry 
2012) 
 
When a re-employment candidate will be employed back to the company the employment will 
start from the beginning and a new contract of employment will be created. (YTK-Yhdistys ry 
2012) 
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3 Corporate identity and image 
 
Corporate identity can be compared to our personal identity. If defines our individualism and 
differentiates us from the others. Same way a company can promote its personality and dif-
ferentiate itself from competitors by its identity which can be expressed for example through 
business cards, brochures, different campaigns and communication styles. (Hawkyard No 
Date) It can be considered to be a clear symbol of how the company thinks of itself and wish-
es to be seen and recognized in others’ eyes. Usually corporate identity can be considered to 
be permanent. (WebFinance Inc 2015) 
 
Corporate image on the other hand is more changeable than the corporate identity and can 
be affected for example by the company’s financial performance. Measurements for corpo-
rate image are positive, negative or neutral whereas corporate identity can be considered to 
be only strong or weak. (WebFinance Inc 2015) 
 
Stable corporate identity and image can have several benefits. As corporate image is in a key 
role in setting a company apart from the competitors it provides a great possibility to gain 
sustainable competitive advantages. Through image builds also company’s reputation which 
well-managed may result in positive attitudes and behaviors in different stakeholders such as 
consumers. Another important aspect is the employee prospective. While strong corporate 
image may appeal to external job seekers as an attractive employer it can also increase the 
motivation of its current employees. Especially in service sector the corporate identity and 
image can be considered to be extremely valuable from staff perspective as the employees 
have a critical role in brand success and their performance reflect the company’s promises. 
(Buil, Catalan & Martinez 2015) 
 
In this study the corporate image will be inspected from the ISS employees’ point of view. 
 
4 Employee engagement 
 
Disengaged employees are a serious risk to any company dragging down entire businesses and 
causing remarkably loss in lost productivity. (PWC 2014) Highly engaged employees are more 
likely to support company through changes and react more resilient towards the change. Es-
pecially in today’s global bad economical situation it is important to recognize how to main-
tain and enhance employee engagement when companies are facing difficult and challenging 
times. (Holbeche & Matthews 2012, 22) Mike Cullen states in Holbeche & Matthews book’s 
‘Engaged: Unleashing your organization’s potential through employee engagement’ forewords 
that “An organization’s greatest asset is its people, but only if they are engaged.” 
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Employee engagement is difficult to define as it includes so many aspects (Holbeche & Mat-
thews 2012, 10). One definition of it is ‘commitment to and passion for one’s work and role 
within a company’ (PWC 2014). Employee engagement can be considered as a feeling of em-
ployees’ commitment, energy and passion which helps them to succeed even from the most 
challenging tasks and exceeding expectations. At its best employee engagement can create a 
flow mode in which the employee does not even notice time passing by. This enables that 
engaged people are more productive, service-oriented and use their time more effectively. 
They tend to be more creative and come up with good ideas, take actions on their own initia-
tive and overall help the company to achieve its goals. (Holbeche & Matthews 2012, 7) Hol-
beche and Matthews list down in their book several definitions for employee engagement 
which can be seen in below table (table 2). What seem to be the common link among the def-
initions is the employee’s positive attitude and behavior, productivity and commitment.  
 
 
Table 2: Definitions of employee engagement (Holbeche & Matthews 2012, 11) 
 
Employee engagement can be considered to be both a cause and effect. It is always about the 
relationship between the employee and the company. To it can be linked several more work-
place concepts such as employee commitment, job satisfaction and organizational citizen-
ship. Employee engagement however is much more than these above mentioned concepts as 
it aims to connect these all with improving company’s performance and outcome. (Holbeche 
& Matthews 2012, 11) 
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4.1 Employer perspective 
 
The ongoing global economical situation can cause huge engagement challenges and serious 
consequences to the company such as lack of productivity and innovation. (Holbeche & Mat-
thews 2012, 9) When employees are disengaged it results in weakness of trust. The possible 
downsizing and cost-cutting activities weaken the relationship between the employee and the 
employer. This can make the employees rather to distrust than trust the employer and make 
them put less effort on their work. Disengagement also increases the risk of losing business 
critical employees. When employees are giving the minimum effort on work and only surviving 
from the work day, it can have serious business impacts on company’s performance during 
these difficult times when the companies need the best from its employees in order to suc-
ceed. (Holbeche & Matthews 2012, 10) For instance changing work conditions such as employ-
ee being under the threat of made redundant, having too heavy work load or high-pressure 
work environment can cause disengagement. (Holbeche & Matthews 2012, 15) 
 
Employee engagement has also proven financial benefits for the company. Holbeche and Mat-
thews indicate that highly committed employees try 57 per cent harder, perform 20 per cent 
better and are 87 per cent less likely to leave the company than their disengaged colleagues. 
Employee productivity is 26 per cent higher in the companies where the employees are en-
gaged and sick leaves are decreased as highly engaged employees miss 20 per cent fewer days 
of work. (Holbeche & Matthews 2012, 22). 
 
When employees are strongly engaged they look actively for and are given opportunities to 
improve their performance which can be extremely beneficial for the company. It is im-
portant to notice the talent in order that the right people are on right positions and doing 
what they are inspired of. This has long term impacts for the company in surviving and thriv-
ing in the collective effort. Engaged employees can identify to company’s goals and represent 
the company to the outside world with a pride. They spread the word of the company in a 
positive manner and would recommend the company to their friends and family. (Holbeche & 
Matthews 2012, 6) Engaged employees also tend to be positive about the company and the 
position they are working in, look actively opportunities to improve things, treat others with 
respect, are willing to do more than is needed to succeed in their position and help also their 
colleagues to work more effectively and achieve goals. (Holbeche & Matthews 2012, 13) 
 
4.2 Employee perspective 
 
Different studies show that work matters to most of the employees. They want to learn new 
skills and grow in their position. They also value security and appreciate stability in their ca-
reer. People like to give their best at work and receive a reasonable compensation for their 
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effort. Employees in general just want to feel valued and involved. All this with the right op-
portunities and resources make the employees commit to a company. (Holbeche & Matthews 
2012, 17) 
 
Employee engagement is not just about employer putting extra effort on its employees but it 
is a shared responsibility which requires input from the leaders, managers, HR professionals 
and the employees itself (Holbeche & Matthews 2012, 17). At its best employee engagement 
is a win-win situation of which the both parties benefit – the employee and the employer. 
Engaged employees receive enjoyable work and their health and well-being are taken care of. 
(Holbeche & Matthews 2012, 24) Engaged employees know what is expected from them which 
helps to meet the expectations and increase their self-efficacy. They are also given career 
opportunities and different trainings to develop themselves and their knowledge base and 
skills. When employees feel engaged they actively look for improving things and inspiring the 
others as well. However, positive attitude spreads in the group and it is difficult to keep up 
with a good spirit and put the extra effort if no one else is doing so. (Holbeche & Matthews 
2012, 16) 
 
According to the former CEO of GE, Jack Welch, ”No company can succeed over the long run 
without energized employees who believe in the mission and understand how to achieve it”. 
In below table (table 3) is a capture from Holbeche & Matthews’ book which indicates some 
reasons and effects why the employee engagement matters. (Holbeche & Matthews 2012, 20) 
 
 
Table 3: Benefits of employee engagement (Holbeche & Matthews 2012, 20) 
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4.3 Change management 
 
In today’s changing world the transformation of businesses come crucial to companies. The 
global situation forces companies to streamline their operations and reduce costs more and 
more meanwhile improving the service quality and increasing productivity (Kotter 2012, 3). It 
is stated that because companies do not engage their employees effectively in occasion of 
change, more than 70 per cent of all big transformation activities do not succeed. (Kotter 
International 2015) 
 
Lack of communication can cause a serious risk to employee engagement and trust in the em-
ployer especially when employees’ are under the threat of being made redundant. (Holbeche 
& Matthews 2012, 50) John P Kotter emphasizes the importance of 2-way communication dur-
ing the change which enables the change to be communicated to the employees openly and 
mutually employees are able to question, challenge and argue the upcoming change. The 
change can be adapted more easily when the message comes repeatedly from different 
sources and is presented clearly, simply and memorably. (Kotter 2012, 102) 
 
John P Kotter has created an eight step process for leading change which can be applied to 
leading the change of reducing workforce and implementing the new strategy after the 
change. Figure 1 explains the eight different steps of the process creating a change. 
 
 
Figure 1: The eight-stage process of creating major change (Kotter 2012, 23) 
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According to John P Kotter the change process starts by establishing a sense of urgency which 
means there needs to be a critical need for a change. It must be clearly indicated that a 
company or organization has faced a great opportunity, need or a shortage why the change at 
that point is crucial. The reason can be for instance as simple as the company is not making 
enough profit. The second step stands for creating the guiding coalition which represent the 
actions to gather together a group of people who share the same idea and vision and who will 
somehow benefit from the change. This like-minded group of people is able to support the 
change. After the adequate group has been gathered the next step is to develop a vision and 
strategy. It is essential from the change point of view to be clear what will be the outcome 
once the change has been implemented and how will the outcome be accomplished. The 
fourth step in Kotter’s chart is communicating the change vision. People in the organization 
or company, to whom the change applies, need to know and understand why the change is 
crucial, why it will be done and what kind of consequences it will have. It is also important to 
communicate to the people concerned what is needed from them and how it will affect their 
daily life. Empowering broad-based action stage encourages people to take part in the 
change. The change will be enabled so that people are easily able to put their effort on the 
topic. The stage six, Generating short-term wins, sets minor deadlines to the change process 
so that the benefit of the change can be reached already in short term. This way people are 
able to see that the change is progressing. When people notice that the change has several 
benefits it can be implemented faster and with broader workforce. Results that can be clearly 
seen inspire people and more and more persons are willing to take part in the change. This is 
what the step seven, consolidating gains and producing more change, is all about. Anchoring 
new approaches in the culture is the last step in Kotter’s theory and it summarizes the whole 
process of leading the change. Once the change has been implemented it is important to 
prove the functionality and the gained benefit in order to make the change permanent proce-
dure. (Kotter 2012, 23) 
 
In reduction purposes the step four of communicating the change vision is the most important 
part from the terminated employees’ point of view. The other seven steps are mainly for the 
company perspective; how the change will be implemented and what can be achieved with it. 
In the case company ISS the Kotter 8-step process also applies to the implementation of the 
new re-deployment and re-employment process as there has been an urgent need to change 
the previous existing process of how to proceed with re-deployment and re-employment in 
reduction situations. Once the need has been recognized there has been lots of brainstorming 
with like-minded people who have shared the interest to improve the process as well. This 
like-minded group of people can consist for instance of recruitment department, HR managers 
and hiring managers. Once the vision of the new re-deployment and re-employment process 
has cleared and communicated to all the stakeholders it is time for the empowering phase 
where all the stakeholders such as hiring managers are empowered in order to be able to 
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obey the new process. After the new process has been in use and some of the positive results 
can be seen there will emerge a will to improve the process more. The last phase is to point 
out the actual benefits of the new process and make sure everyone involved into the process 
is obeying it. The aim is to make it a permanent procedure for re-deploying and re-employing 
employees. 
 
4.3.1 Employee response 
 
When notifying an employee about the upcoming reduction and loss of one’s job it is im-
portant to remember that each employee has a unique way of responding to the news. The 
changes can affect employees in many different ways; on top of the financial loss, the change 
can affect to one’s emotional and physical side. Below is described some of the emotional 
reactions the employees might experience during the process of losing one’s job. This process 
can be compared to a grief process and people usually go through multiple different emotion-
al reactions and stages during the process. (The University of Iowa 2015) These feelings and 
reactions determine how one copes with the process and can have a strong impact on how the 
employee will relate and experience also the re-deployment and re-employment process after 
being terminated. 
 
 Relief: Some employees might feel relieved after receiving the news of being made 
redundant. It can be seen as a way out from unpleasant position or work environment 
to which they have not been satisfied. 
 Shock: Some employees feel absolutely shocked or numb once receiving the news. It 
might be difficult to first react to the news as the loss of one’s job can have so many 
impacts to one’s life. 
 Denial: People can have disbelief and they refuse to talk about the situation with 
their family and friends. 
 Anger: After denial phase occasionally comes the anger phase when the employees 
feel angry and question themselves “Why me?” 
 Bargaining: Trying to make the employer to reconsider one’s situation. Trying to 
prove to be important to the company. 
 Guilt: Feeling guilty about the situation and blaming oneself. Considering if the em-
ployee would have been able to avoid the decision for instance by performing better. 
 Panic: The employee is desperate to find a new position and making new plans for the 
future. Unfortunately the actions are disorganized in the middle of panic mode.  
 Depression: The employee is feeling depressed and feels that one does not have a 
control over one’s life. 
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 Resignation to situation: At this point the acceptance begins when the employee ac-
cepts the unemployment and starts to do things in order to get through the change. 
The employee might still feel angry or depressed but has realized the situation and 
that something needs to be done. 
 Acceptance of reality: Phase of making plans and goals, taking control over one’s life 
and future. 
 Building: Employee makes a decision about one’s future. It might include a new job 
opportunity and training or educating oneself as well as possible retirement for older 
generations. 
 Growth and new directions: After surviving through difficult times an employee can 
be proud of oneself and feel stronger and happier. (The University of Iowa 2015) 
 
5 Case company 
 
The following chapter will focus on defining the case company – ISS Palvelut Oy and their re-
sponsibility for the personnel as well as their re-deployment and re-employment process. 
 
5.1 ISS as a company 
 
ISS is an abbreviation of words "integrated service solutions". The company was established in 
Denmark in 1901. ISS is one of the world's biggest companies providing facility services for 
private organizations as well as for public sector. ISS provides service solutions for facility 
owners and users by ensuring that the facilities are safe, cozy and functional which enables 
the ISS customer to focus on its own core service. (ISS Palveluiden esittely 2015)  ISS takes 
care of the whole life cycle of a facility by providing services from designing to constructing 
and from facility maintenance to user services (Yritysvastuuraportti 2012, 1). The provided 
services include facility management-, catering-, cleaning-, security-, property- and other 
support services such as people management.  
 
In 2012 ISS operated in 53 different countries and employed 534 200 persons worldwide which 
made it Europe's third biggest private employer. (Buddingevej Fact Sheet 2015) In 2012 the 
company's turnover was 10.67 MRD euros (Buddingevej Financials 2015). 
 
ISS operates in Finland as ISS Palvelut Oy. In 2012 ISS Palvelut Oy's share of international ISS 
Corporation's turnover was fair 5 percentages. In 2011 ISS Palvelut Oy's turnover was 558 M 
euros and in 2012; 555 M euros. Back then ISS Palvelut Oy employed in Finland more than 12 
000 persons and was the third biggest private employer in Finland. (Yritysvastuuraportti 2012, 
7) In the figure 2 can be seen how the employees were distributed by the service sectors. In 
2012 cleaning services employed the huge majority of ISS employees in Finland.  
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Figure 2: Personnel distribution by service sectors (Yritysvastuuraportti 2012, 30)  
 
ISS values honesty, entrepreneurship, responsibility and quality. The company, customers and 
employees are respected at ISS. They hold a responsibility of what they do and to whom they 
deliver; they are professionals who deliver what they promise. ISS aims to be one step ahead 
of its competitors and be the primary partner in customer-oriented service solutions. To raise 
the market, ISS's goal is to provide the best professional workers to customers and to be the 
preferred employer in their industry in Finland. The vision of ISS is "We are going to be the 
world's greatest service organization". (Strategia 2015) 
 
5.2 Responsibility for the personnel 
 
To be the world's greatest service organization ISS needs to put focus on its staff. As the core 
business of ISS is about services and people who produce the services, it is important to keep 
the staff motivated and satisfied in order to obey ISS's business strategy. A big service compa-
ny such as ISS can provide its employees full-time job and versatile work tasks. Other benefits 
of working in a big company are a chance for being promoted to a new position and a chance 
to change the branch entirely. In order to use the employee's full capacity and still be profit-
able as a company it is important to monitor the staff's potential and performance and that 
the employees are working in positions where they can utilize their skills and experience in 
the most effective possible way. At ISS the staff is given professional support so that they 
would succeed better in their duties. This all is connected to ISS's vision which aims to make 
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ISS the most wanted employer in their field of business. Coherent people management is a 
key word for achieving the vision. The staff is more committed and motivated to work at ISS 
when they feel valued and are managed properly. The reputation as a trustworthy and com-
petent employer allures also new job applicants. ISS's HR strategy concentrates on good peo-
ple management, competent personnel, motivation and developing the well-being. Also good 
management plays an important role in engaging the employees and increasing their motiva-
tion. (Yritysvastuuraportti 2012, 3) 
 
Good people management builds also an image of the company. This image is particularly im-
portant when the staff is facing obstacles such as being under a threat of being made redun-
dant due to an ongoing co-operation procedure. The image employees have of ISS is formed 
by the employees' previous subjective experiences of people management – whether it has 
been good or not. This can have an effect on employees' decision whether they want to stay 
with ISS and trust that they will be given new interesting tasks inside the company even 
though they would lose the job they have had previously.    
 
As stated in 2012 by ISS Palvelut Oy’s then CEO Kari Virta, ISS is a house of good people man-
agement. They take the responsibility for employees seriously and focus on taking care of 
personnel’s health, safety and working capability. The aim is to provide the employees inter-
esting and meaningful jobs of which they can be proud of. (Yritysvastuuraportti 2012, 5) The 
job satisfaction is also build by taking good care of the employment relations according to 
Finnish employment law, local collective agreements and personal employment contracts 
(Yritysvastuuraportti 2012, 13). In the table 4 can be seen ISS’s ways of taking care of its em-
ployees and building their motivation. 
 
Table 4: ISS Responsibility for the personnel (Yritysvastuuraportti 2012, 18) 
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Despite the ISS’s effort to motivate and value employees the whole branch is facing huge 
challenges as the near future of Finnish service companies does not seem bright. As unem-
ployment increases, companies are prepared for national consumption of goods and services 
to decrease as well (Palovaara 2013).  
 
5.3 ISS re-deployment and re-employment process 
 
Before the pilot of the new re-deployment and re-employment process ISS Palvelut had been 
criticized about the old reduced model. It was said that it did not take employees into con-
sideration enough. Some disputes concerning the process were taken to court by the employ-
ee unions. Keeping in mind the principle of good people management, ISS wanted to improve 
its processes concerning re-deployment and re-employment. In this chapter the old model for 
re-deploying and re-employing employees will be explained in detail. 
 
5.3.1 Negotiations 
 
The written invitation to the co-operation negotiations needs to be sent out at least five cal-
endar days before the start of the negotiations. The invitation needs to be sent to both par-
ties participating to the negotiations – employer and employee representatives, but also to 
ISS’s recruitment department. The recruitment department will inform TE services if needed. 
 
The manager will send ISS recruitment department a list of all the employees who are under 
the negotiations. Based on this information the recruitment department will send the em-
ployees a letter which includes important information about offering positions: 1) by this let-
ter the employer wants to offer personally other possible positions to the employee, 2) intro-
ductions on how to apply for the positions and 3) first offer of all positions ISS at that moment 
has open. 
 
During the negotiations, the grounds, impacts and alternatives for terminations of employ-
ment contracts, layoffs and changing the job to part time will be discussed. Also discussion of 
how to improve employment is included in the negotiations. In the final negotiation or after it 
the conclusion of the negotiations will be revealed. 
 
After the negotiations have ended the ISS recruitment department needs to be informed 
about the employees whose employment contract will be terminated, laid off or the job has 
been changed to be part time. Recruitment department will continue offering open positions 
only for those who were impacted after the negotiations. According to Act on Co-operation 
within Undertakings ISS and any other company is obligated to offer open positions to impact-
ed employees until the employee has been re-deployed, re-employed or when the nine 
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month’s re-employment period has ended. Recruitment department will coordinate the in-
formation about impacted employees to TE services. 
 
5.3.2 Offering open positions 
 
In Finland the companies are obligated to employ primarily the persons who are under the 
thread of being made redundant, whose contract have been terminated but are still on their 
notice period, have been laid off or are under the nine month’s re-employment obligation. 
This means that the hiring manager cannot hire external candidate before it has been verified 
that none of the current internal employees or previous employees whose contracts have 
been terminated on financial and production-related grounds is not a match to the open posi-
tion. In this thesis these candidates will be called priority candidates. 
 
In addition to priority candidates, companies are obligated to offer the positions to people 
who are working on part-time contracts. At ISS these people are not actively offered open 
positions with the letter from recruitment department, but they are recommended by the 
managers or alternatively they apply the positions themselves. Employees on part-time con-
tract must be employed over the re-employment and external candidates. 
 
In below figure (figure 3) can be seen an order for employing candidates when filling an open 
position. The first box indicates the candidates who are under the negotiations and in threat 
of being made redundant, laid off or changing the job to part time. After that comes the re-
deployment candidates who have been impacted after the negotiations but are still employed 
by ISS. These employees can for instance be on their notice period. After the re-deployment 
candidates come the part-time workers and then internal candidates who have not been in-
volved in the negotiations or have not been impacted. Re-employment candidates are equal 
to above mentioned internal candidates when filling the open position. If a suitable candidate 
cannot be found from one of the above mentioned candidate pools the hiring manager can 
move forward with an external candidate. 
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Figure 3: The order for employing candidates in co-operation process 
 
ISS offers its open positions by sending letters to the relevant employees. When the recruit-
ment department receives a co-operation negotiation invitation and information about the 
employees under the negotiations they will send the employees a letter which has a list of 
ISS’s open positions (list of blue collar positions to blue collar employees and list of white col-
lar positions to white collar employees). After this first letter the recruitment department 
will keep sending these letters once a week to the priority candidates and will continue until 
the employee has been re-deployed, re-employed or when the obligation of nine month’s re-
employment period has ended. The employee is responsible for notifying ISS recruitment de-
partment if there are any changes in one’s contact information including the address. Pri-
marily no position can be published externally before the priority candidates have received 
the letters. 
 
When the priority candidate receives the letter it is the candidate’s responsibility to inspect 
if there are any open positions that are interesting or match one’s skills and experience. If 
there is a position available for which the employee would like to be considered for, the em-
ployee needs to contact ISS recruitment by phone or email within three days after receiving 
the letter. It is important to follow the instructions in the letter and contact straight the re-
cruitment department instead of sending application through recruitment tool as the applica-
tion might disappear among the other applications. The recruitment department will inform 
the hiring manager once a priority candidate has shown the interest towards certain open po-
sition. The hiring manager will contact the candidate within reasonable time and they will 
arrange an appointment.  
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Before making the hiring decision the recruitment department and hiring manager needs to 
evaluate if any of the applied priority candidates would be suitable for the position in ques-
tion. If there is only one candidate who has shown interest towards the position the hiring 
manager needs to interview the candidate. However, if the candidate’s skills and experience 
clearly do not match to the position the candidate can be contacted and informed about re-
jection over the phone. If there are several priority candidates interested in the position the 
hiring manager will meet them individually in the order of employment specified above (fig-
ure 3) and can choose to hire for instance the first candidate that is interviewed. 
 
During the interview the manager evaluates if the priority candidate is suitable for the posi-
tion. Based on the evaluation there are three possible options on how to proceed: 
 
1. If the candidate’s skills and experience match the position requirements or the candi-
date can be trained within reasonable and feasible training time, the candidate needs 
to be hired.  
2. If the candidate is offered the position but for some reason declines the job offer the 
hiring manager asks the candidate to sign a document which indicates that the candi-
date has declined the position.  
3. If the interviewed candidate is not a match to the position a document needs to be 
signed by the candidate which indicates the reasons the candidate was not suitable 
for the position. If the candidate refuses to sign the document the hiring manager will 
save the grounds of rejection for instance to the recruitment tool. 
 
This above mentioned process continues until the hiring manager either finds the candidate 
among priority candidates, has proved there has not been any priority candidates interested 
in the position or has gone through all the applied priority candidates and has not found the 
suitable one. After this procedure the manager can hire an internal candidate who is not im-
pacted or does not belong to negotiations or an external candidate outside the company. The 
re-employment candidates who are on nine month’s obligation should be hired before exter-
nal candidates but an internal non-priority candidate can be hired even though there would 
be suitable re-employment candidates. 
 
5.3.3 New model 
 
The new model was established to improve and strengthen ISS’s re-deployment and re-
employment process. The model was piloted in early 2013 and has been in use since then. 
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The description of the new re-deployment and re-employment process will stay confidential 
on ISS’s request and process will not therefore be explained in detail. 
 
6 The research 
 
 
This research is about inspecting ISS's both old and new re-employment models and appointing 
the differences between these two models. The research was executed as a theme question-
naire which was sent to a small number of ISS employees whose employment contract had 
been terminated on financial and production-related grounds but since re-deployed or re-
employed to a new position. This sample group consists of two employee groups; employees 
who have experienced the old re-deployment and re-employment model and employees who 
have gone through the new pilot model. 
 
Theme questionnaire was created with Digium web application and the link to the online 
questionnaire was sent to the sample groups by email with a cover letter explaining the pur-
pose of the questionnaire. Email addresses of the sample groups were collected from the ISS 
recruitment tool as the results of the research are used for improving the current re-
deployment and re-employment process. The link to the theme questionnaire was sent to the 
sample groups on 27th of April 2013 and they were given three and a half weeks’ time to take 
part in the research. Deadline for submitting the answer was 20th of May 2013. After two 
weeks the sample groups were sent a reminder email to remind them about the questionnaire 
and to encourage them to take part in the research. To tempt the sample groups to complete 
the questionnaire an additional catch was established; by taking part in the research and 
leaving their contact information the employees were able to participate in a price draw and 
have a chance of winning one of 10 small ISS-related gifts. The cover letter in the email and 
questionnaire were available both in Finnish and English. The theme questionnaire was de-
signed to be short and simple in order to motivate the sample groups to take part. In cover 
letter it was mentioned it takes only five minutes to complete the questionnaire. 
 
The theme questionnaire was created in order to find out how the ISS employees had experi-
enced their re-deployment or re-employment process and what kind of image they have of ISS 
as an employer. The questionnaire consisted of three different main themes; applicant inter-
action and personal experience of re-deployment and re-employment process, the image of 
the employer and commitment to the employer. In addition to these themes the question-
naire’s first section collected respondents’ basic information such as age, gender and how 
long the respondents had been working for ISS. The basic information section also included 
important questions about the respondents’ client from which they had been terminated and 
the year when the negotiations were announced at their client. Based on the answer it can be 
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determined which re-deployment or re-employment model the respondent has experienced 
and in that way clarifies to which respondent group of employees the respondent belongs. 
 
The online theme questionnaire was simple and easy to use and had clear visual design. After 
choosing the questionnaire language the respondent was able to proceed to the next page 
where the basic information was collected. Each theme and questions related to that specific 
theme were divided on own subset of questions on different pages. The final page of the sur-
vey thanked the respondent for taking the time to fill in the questionnaire and provided an 
opportunity to leave contact information in case the respondent wanted to take part in the 
price draw. The theme questionnaire included several questions and the respondents were 
asked to consider each question carefully and to response according to one’s own personal 
experience. Each question had ready-made answer options of which the respondent was asked 
to choose the one describing one’s own experience the best. Most of the questions had the 
scale from 1 to 5 where 1 stood out for strong disagreement, 2 for disagreement, 3 for nei-
ther agreement nor disagreement, 4 for agreement and 5 for strong agreement. Some ques-
tions, such as how many times and how the respondent was contacted during the process, 
were not possible to be evaluated by the scale from 1 to 5 as they needed more specified an-
swering options. Also the question “I would recommend ISS as an employer to my friends” was 
scaled differently as the question was based on ISS’s own work satisfaction survey in which 
the question is scaled from 1 to 10 (1= would not recommend and 10= would definitely rec-
ommend). 
 
From ISS Palvelut Oy's point of view it will be interesting to see the results on how the em-
ployees feel the current new re-employment process and if they consider it to be functional. 
It is also important to find out how the employees feel about ISS and if they have a good im-
age of the company or not. To find out the differences in opinions of the corporate image it 
was important to use two different comparison groups and compare the results to each other. 
 
6.1 Limiting the research 
 
The research is limited in new and old version of ISS’s re-deployment and re-employment pro-
cess. New model is represented by the employees who have been made redundant from one 
of the biggest ISS customers in 2013 but have re-deployed or re-employed since. The old 
model is represented by the ISS employees whose employment contract have been terminated 
on financial and production-related grounds between the years 2009 and 2012 and, as well as 
the comparison group, re-deployed or re-employed since. These employees who have experi-
enced the old model are from several different ISS customers and therefore have not been 
terminated from the one same customer.  
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The sample group of old re-deployment and re-employment model is limited to start from the 
year 2009 because there would have occurred problems with finding contact information for 
terminated employees in negotiations before the year 2009. Also these employees might not 
be working for ISS anymore and therefore it would be unlikely to receive their answer in the 
research which aims to improve ISS’s current re-deployment and re-employment process.  
 
The sample group for new re-deployment and re-employment model is easy to limit only to 
employees working on this one big customer’s premises as the number of employees is big 
enough to form a comparison group to the old model employees. Also these employees are 
the first ones to go through this new model and therefore their opinion of the process is im-
portant. 
 
6.2 Reliability of the research 
 
There are several risks that need to be taken into consideration when thinking about the suc-
cess of the research. The research consists of a theme questionnaire which was sent to the 
employees by email. In 2013 ISS employed over 12 000 employees of which a minority are 
white collar workers who are used to work with computers. The blue collar workers to whom 
the research is mainly aimed may not be good with computers or might not have an access to 
one. This may effect on the number of answers. ISS also employs a significant number of im-
migrants who do not necessarily speak or understand fluent Finnish. The questionnaire is 
made in Finnish and English but there might be employees who are not able to understand the 
questions in neither of the languages because their native language is neither of these. This 
as well will show in answering percentage as some might not fill in the survey because of the 
language barrier. Even though the employee taking part in the survey would be able to under-
stand either of the languages it is important to understand the questions correctly so that the 
answer will be as objective as possible. The vocabulary of re-deployment and re-employment 
process is not used in everyday life and therefore can be difficult to understand. 
 
Another aspect that may effect on the research is that for the comparison group of old model 
it has been several years since the situation was active. For the employees in the comparison 
group of new model the whole process is in fresh mind and the time will not have an effect on 
the answers. Also as time has passed by there might have been some other conflicts or posi-
tive interaction and experiences between the employer and the employee that might have an 
effect on the employee’s corporate image even though the respondents are asked to be sub-
jective and focus only on the re-deployment and re-employment process they have experi-
enced. 
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7 Outcome of the research 
 
The majority of respondents in both groups were males and 34 years old or under. The re-
spondents experiencing the new re-deployment and re-employment model (group 2) were all 
from the same customer whereas the comparison group respondents of old re-deployment and 
re-employment model (group 1) were from different smaller customers. The group 1 had re-
ceived the notice of starting negotiations between years 2010 and 2013. The group 1 re-
spondents had been working for ISS and for the customer from which their employment con-
tracts were terminated very different durations from one year to over 12 years whereas the 
group 2 respondents’ employment had lasted less than four years. 
 
In below chapters will be outlined the both groups’ theme questionnaire outcome by three 
different themes; applicant interaction, corporate image and commitment. 
 
7.1 Applicant interaction 
 
It is noticeable that the respondents’ answers vary which indicates that the process has been 
thought provoking. Especially the following questions caused variation in the respondents’ 
answers: 
 
 I was being thought of and the employees at ISS were interested about my situation 
during the re-employment process. 
 I was given help and advice if needed to support my re-employment. 
 ISS worked actively in order to find me a new position. 
 During my re-employment process ISS had wide range of interesting positions. 
 
Even though there were variation in the answers it was clear that the majority of the re-
spondents in group 1 had felt the process inadequate and had not received enough support as 
despite some positive answers there was a clear bunch of answers on disagree and strongly 
disagree options as well as on neither agree or disagree. 
 
The respondents in group 1 felt they were not frequently contacted by ISS during their re-
deployment and re-employment process as the answers were divided only on two options; the 
respondent was contacted by ISS representative never or only once. At the same time the re-
spondents had not been contacting the ISS recruitment themselves either. Majority of the re-
spondents were not re-deployed on their notice period. When these employees were found a 
new position they mainly received the information by phone. 
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The situation was the opposite in group 2 respondents’ answers. Majority of the respondents 
mentioned they felt they were being thought of and the ISS representatives were interested 
in their re-deployment and re-employment. They also felt that ISS was working actively to 
find the respondents a new position and the respondents were given help and advice if need-
ed to support their re-deployment and re-employment. However the group 2 respondents 
were not unanimous if there were wide range of interesting positions available during the 
process. The answers divided equally between the options from disagree to strongly agree. 
 
Different to group 1 the respondents in group 2 felt they had been contacted during the re-
deployment and re-employment process from one to five times or even several times. Still 
there were those who had not been contacted even once during the process. The majority 
had been contacting ISS themselves only once or not at all. Majority of these employees were 
found a new position already on their notice period. Once being re-deployed or re-employed 
the respondents received the information of the new position by phone. 
 
7.2 Corporate image 
 
Statement “In my opinion the company's reputation and credibility suffer due to co-operation 
negotiations” divided the group 1 respondents’ answers. Based on the answers it seems that 
others strongly agree with the statement whereas there are also those who think that co-
operation process does not possibly have a clear connection to company’s reputation and 
credibility. Still, the majority of the respondents feel their image of ISS as an employer is not 
positive. In addition, question where the respondents were asked if their image of ISS had 
improved during the re-deployment and re-employment process caused variation in the an-
swers. Many respondents feel their image has improved but still some of the respondents 
strongly disagree with the statement. Surprisingly, based on the answers the majority of the 
respondents in group 1 still feel the ISS’s re-deployment and re-employment process they 
have experienced is functional and they trust there will be new interesting positions at ISS in 
the future as well, even though their employment at ISS would end due to co-operation pro-
cedure. What makes the result surprising is that previously the respondents had clearly stated 
they do not have a positive image of ISS as an employer. 
 
Also in group 2 the statement about company’s credibility and reputation divided opinions on 
both ends. Still, the small majority seems to agree with the statement. On the other hand, on 
the contrary to group 1 answers, the respondents in group 2 have mainly positive image of ISS 
as an employer. Even though the majority thinks the ISS’s re-deployment and re-employment 
process is functional the process itself has not improved their image of ISS as an employer. 
Respondents in group 2 seem to have more concerns than group 1 about the possible new in-
teresting roles in the future if their current employment would end due to the co-operation 
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process. Even though a small majority is confident about possible future re-deployment or re-
employment the answers did vary on this statement more than in group 1. 
 
7.3 Commitment 
 
Through the below statements the commitment section measures the employees’ commit-
ment to the employer, are they valued in their current position and would they recommend 
ISS as an employer to the people they know. 
 
 I am planning or strongly considering to change my employer in the near future. 
 My skills and I are valued in my current position at ISS. 
 ISS offers me possibilities for advancing in my career.  
 I would recommend ISS as an employer to my friends. 
 
In group 1 the great majority feels they are valued in their current position to which they 
have re-deployed or re-employed. They also feel they have possibilities for advancing in their 
career and for taking the next step. The group 1 respondents would also recommend ISS as an 
employer to their friends. However, when asked most of the respondents were not able to 
tell if they are considering to change the employer in the near future. Of course the current 
economical situation might have an impact on that as these employees might not be actively 
looking for new challenges but would possibly not refuse if an exciting opportunity came 
across their way. 
 
From group 2 respondents’ answers can be stated that also this group feels valued in their 
current position. These respondents are not considering to change the employer at the mo-
ment even though they feel they are not possibly given enough possibilities for advancing in 
their career. The minority of the respondents did agree on this statement. Also the statement 
of recommending the company did cause some variation in answers but still most of the re-
spondents would willingly recommend ISS as an employer to their friends. 
 
 
8 Conclusion 
 
From applicant interaction point of view the new re-deployment and re-employment model 
can be considered to be more functional. The respondents who had experienced the old mod-
el mainly felt they were not contacted during the process and they had not been contacting 
ISS themselves either. They also felt that ISS was not interested enough in their situation and 
they were not being thought of.  
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In the new model the process for applicant interaction has clearly changed as the respondents 
were contacted more frequently and ISS recruitment was easily approachable as also the em-
ployees had been contacting ISS themselves more than the employees from the old model. 
The majority of respondents from the new re-deployment and re-employment model also felt 
they were being thought of and ISS was being interested in their situation and worked effec-
tively in order to find priority candidates new positions. In table 5 is listed the factors that 
have made the new model more functional. The new process has clearly been enhanced as 
most of the respondents from the new model were re-deployed already on their notice period 
whereas the majority of respondents from old model were found a new position after their 
notice period and the employment had ended. 
 
 
Table 5: What makes the new model more functional? 
 
Phrasing of the questions might have an effect on respondents’ theme questionnaire answers 
as a clear conclusion of respondents’ image of ISS after the re-deployment and re-
employment experience cannot be made. Respondents from group 1 experiencing the old 
model say they do not have a positive image of ISS as an employer but still they have felt the 
re-deployment and re-employment model has been functional. Respondents from group 2 ex-
periencing the new model, on the other hand, do have a positive image of ISS as an employer 
but they do not feel the process they have gone through has improved their image of the em-
ployer at all.  
 
The fact that the group 1 respondents feel the process is functional even though at the same 
time they also feel they have not received enough help and advice, they have not been con-
tacted frequently and they have not been thought of and actively looked for a new position 
might reflect from the respondents’ earlier experiences and expectations. There is a possibil-
ity these respondents feel the destination is more important than the journey and therefore 
have experienced the process to be functional as in the end they have reached the destina-
tion and been found a new position within ISS.  
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One important point that came up from the results is that the new model respondents do not 
necessarily be confident they would be found a new position if their employment at ISS would 
end due to co-operation procedure even though they have experienced the re-deployment 
and re-employment process to be functional and they have a positive image of ISS as an em-
ployer. The old model respondents on the other hand did have trust in this statement. This 
might also be reflected from the respondents’ earlier experiences as the old model respond-
ents have been working for ISS many years from four years to even over 12 years whereas the 
new model respondents’ employment had lasted less than four years. 
 
The improvement of the new model can be also seen in commitment rates of the respond-
ents. Even though both sample groups feel they and their skills and experience are valued in 
their current position and the employees would recommend ISS as an employer also to their 
friends, the respondents from the old model were not able to state whether they are consid-
ering of changing the employer in the near future. The respondents from the new model in 
turn demonstrate strong commitment to ISS as the majority is not planning to change the em-
ployer in the near future.  
 
As stated in 2012 by ISS Palvelut Oy’s then CEO Kari Virta, ISS is a house of good people man-
agement. They take the responsibility for employees seriously and focus on taking care of 
personnel’s health, safety and working capability. The aim is to provide the employees inter-
esting and meaningful jobs of which they can be proud of. (Yritysvastuuraportti 2012, 5) This 
mission has clearly been taken seriously as also the outcome of the research indicates that 
the employees feel valued in their position and they would even recommend ISS as an em-
ployer. 
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Appendix 1: Questionnaire of ISS re-deployment and re-employment process  
 
PERUSTIEDOT: 
 
Nainen/Mies 
 
Ikä (alle 25, 25-34, 35-44, 45-54, yli 54) 
 
Minulle ilmoitettiin YT-neuvotteluiden alkamisesta työkohteessani ja neuvotteluiden 
mahdollisista vaikutuksista työtilanteeseeni vuonna (2010, 2011, 2012, 2013) 
 
Olen työskennellyt ISS:llä asikkuudessa (Citycon/jokin muu, mikä?) 
 
Työsuhteeni pituus kohteessa, jossa YT:t alkoivat (alle 1 vuosi, 1-4, 4-8, 8-12, yli 12) 
 
Työsuhteeni pituus ISS:llä yhteensä (alle 1 vuosi, 1-4, 4-8, 8-12, yli 12) 
 
 
HAKIJAN HUOMIOIMINEN UUDELLEENSIJOITUS- JA TAKAISINOTTOPROSESSIN KULUESSA: 
 
Uudelleensijoitusprosessi = YT-neuvotteluista alkava ajanjakso, jolloin työntekijä on 
tuotannollistaloudellisten toimenpiteiden uhan alla, irtisanomisajalla tai irtisanomista 
seuraavalla maksimissaan 9 kuukauden mittaisella ajanjaksolla, jonka aikana työnantaja 
etsii tuotannollis-taloudellisista syistä irtisanotulle työntekijälle uutta työkohdetta 
 
Minut huomioitiin uudelleensijoitusprosessin edetessä ja tilanteestani oltiin kiinnostuneita. 
(1-5) 
 
Sain tarvittaessa apua ja ohjausta uudelleensijoittumiseni tueksi. (1-5) 
 
ISS:llä tehtiin aktiivisesti töitä, jotta minulle löytyisi uusi työkohde. (1-5) 
 
ISS:llä oli tarjolla monipuolisia minua kiinnostavia työtehtäviä. (1-5) 
 
Otin yhteyttä ISS Rekrytointiin uudelleensijoitusprosessin aikana (ei ollenkaan, kerran, 2-5 
kertaa, lukuisia kertoja)  
 
Minuun otettiin yhteyttä ISS:n toimesta uudelleensijoitusprosessin aikana (ei ollenkaan, 
kerran, 2-5 kertaa, lukuisia kertoja) 
 
Sain tiedon uudelleentyöllistymisestäni ISS:llä (kirjeitse, sähköpostitse, puhelimitse) 
 
Minulle löytyi uusi työkohde ISS:llä jo irtisanomisajallani. ( kyllä/ei)  
 
 
MIELIKUVA: 
 
Mielestäni yrityksen luotettavuus ja maine kärsivät YT-neuvotteluiden vuoksi. (1-5) 
 
Mielikuvani ISS:stä työnantajana on positiivinen. (1-5) 
 
Mielikuvani ISS:stä työnantajana on parantunut uudelleensijoitusprosessin edetessä. (1-5) 
 
Mielestäni ISS:n uudelleentyöllistämisprosessi on toimiva. (1-5) 
 
Luotan siihen, että ISS:ltä löytyy jatkossakin minulle uusia mieluisia työtehtäviä, vaikka 
työsuhteeni ISS:llä päättyisikin tuotannollis-taloudellisista syistä. (1-5) 
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SITOUTUNEISUUS: 
 
Harkitsen tai suunnittelen vaihtavani työnantajaa lähiaikoina. (1-5) 
 
Minua ja osaamistani arvostetaan nykyisessä työssäni. (1-5) 
 
ISS tarjoaa minulle mahdollisuuksia urakehitykseen. (1-5) 
 
Suosittelisin ISS:ää työnantajana myös tutuilleni. (Työtyytyväisyyskyselyn mukainen 0-10) 
 
 
 
Asteikko: 
 
1 = Täysin eri mieltä  
2 = Jokseenkin eri mieltä  
3 = En osaa sanoa  
4 = Jokseenkin samaa mieltä  
5 = Täysin samaa mieltä 
 
 
*******************************************************************************************************************  
 
 
BASIC INFORMATION: 
 
Female/Male 
 
Age (under 25, 25-34, 35-44, 45-54, over 54) 
 
I was informed about the start of the co-operation process and its possible impacts on my po-
sition in (2010, 2011, 2012, 2013) 
 
As an employee of ISS I have worked at (Citycon/ some other client, which?) 
 
Duration of my employment contract in the position where the co-operation process started  
(less than 1 year, 1-4, 4-8, 8-12, over 12 years) 
 
Duration of my employment at ISS in total (less than 1 year, 1-4, 4-8, 8-12, over 12 years) 
 
 
APPLICANT INTERACTION DURING THE RE-DEPLOYMENT AND RE-EMPLOYMENT PROCESS: 
 
Re-employment process = Period of time starting from co-operation negotiations during 
which the employee might be subject to financial and production -related actions or is on 
the notice period or the employee is on maximum of 9 month's period after being termi-
nated on financial and production-related reasons during which the employer tries to find 
the employee a new position 
 
I was being thought of and the employees at ISS were interested about my situation during 
the re-deployment or re-employment process. (1-5) 
 
I was given help and advice if needed to support my re-deployment or re-employment. (1-5) 
 
ISS worked actively in order to find me a new position. (1-5) 
 
During my re-deployment or re-employment process ISS had wide range of interesting posi-
tions. (1-5) 
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I contacted ISS recruiting department during my re-deployment or re-employment process 
(never, once, 2-5 times, several times)  
 
I was contacted by ISS representative during the re-deployment or re-employment process 
(never, once, 2-5 times, several times) 
 
I was notified about my re-deployment or re-employment at ISS by (letter/e-mail/phone call) 
 
I got a new position at ISS already on the notice period. (yes/no) 
 
 
THE IMAGE: 
 
In my opinion the company's reputation and credibility suffer due to co-operation negotia-
tions. (1-5) 
 
My image of ISS as an employer is positive. (1-5) 
 
My image of ISS as an employer has improved during my re-deployment or re-employment 
process. (1-5) 
 
In my opinion ISS's re-deployment or re-employment process is functional. (1-5) 
 
I am confident that there will be new interesting positions for me at ISS in future as well even 
though my employment at ISS would end due to co-operation procedure. (1-5) 
  
 
 
COMMITMENT: 
 
I am planning or strongly considering to change my employer in the near future. (1-5) 
 
My skills and I are valued in my current position at ISS. (1-5) 
 
ISS offers me possibilities for advancing in my career. (1-5) 
 
I would recommend ISS as an employer to my friends. (0-10) 
 
 
 
Scale: 
 
1 = Strongly disagree 
2 = Disagree 
3 = Neither agree nor disagree 
4 = Agree 
5 = Strongly Agree 
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Appendix 2: Cover letter to email 
 
OTSIKKO: Osallistu kyselyyn ja voita! 
 
 
Osallistu kyselyyn ja auta meitä kehittämään uudelleensijoitus- ja takaisinottoprosessiamme! 
Tämä kysely on lähetetty henkilöille, jotka ovat tulleet irtisanotuiksi tuotannollis-taloudellisista 
syistä, mutta ovat sittemmin uudelleentyöllistyneet ISS:n palvelukseen. Sinun palautteesi tästä 
prosessista on meille ehdottoman tärkeä. Kyselyyn ei ole oikeita tai vääriä vastauksia, vaan 
haluamme kuulla rehellisen mielipiteesi, jotta voimme jatkossa toimia tehokkaammin. 
 
Kyselyn täyttämiseen menee noin 5 min. 
 
Kaikki vastaukset käsitellään nimettöminä ja luottamuksellisesti. Kyselyn tuloksia käytetään 
ISS:n uudelleensijoitus- ja takaisinottoprosessin kehittämiseen, sekä materiaalina 
opinnäytetyöhön ISS:n YT-prosessista. 
  
Kaikkien vastanneiden kesken arvomme 10 kpl ISS-aiheisia yllätyslahjoja! 
  
Pääset vastaamaan suomenkieliseen kyselyyn tästä linkistä! (Lisää linkki tähän) 
  
---------------------------------------------------------------------------------------------------- 
 
Take part in the survey and help us improve our co-operation and re-employment process! This 
questionnaire has been sent to those whose employment contract have been terminated on 
financial and production -related grounds but since then have been  re-deployed or re-
employed at ISS. Your feedback about this process is vital. There are no right or wrong an-
swers, we are just interested in your personal experience in order to operate more efficiently in 
the future. 
 
 It takes approximately five minutes to fill out the questionnaire form. 
  
All answers are handled in confidence and anonymously. The results of the questionnaire are 
used to improve ISS's re-employment process and as material to bachelor thesis of SS's co-
operation procedure. 
 
By replying you will participate in a price draw and will have a change of winning one of 10 
small ISS-related gifts! 
  
The questionnaire can be found here in English! (Add the link here) 
 
 
